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INTRODUCTION 
Since placement of the cooperative vocational student, while in 
school and subsequently in a full time job after graduation is a major 
objective of cooperative vocational education, it would facilitate this 
objective if the influencing factors were known. Skills of the student,. 
economic conditions geographical location and other factors are often 
singled out as influencing the placement of the vocational graduate. 
The change from a formal training environment to employment has 
been rationalized by many individuals as a natural and normal develop-
ment that will take place at the proper time. There is concern, among 
educators, as to the process involved in the transformation from train-
ing situations into initial employment related to the training received 
by the student. l better understanding of the process of change from 
training to initial employment and those factors which influence place-
ment would help in the development of better training methodso 
Statement of the Problem 
The placement of a cooperative vocational education graduate in a 
full time job is a major objective of cooperative vocational education. 
Those characteristics which influence placement of the vocational grad-




Technological changes in our society have created a changing need 
of employers in the world of work. The rieed to identify the factors 
which influence employment of vocational graduates is of great impor-
tance in placing cooperative vocational education graduates in full 
time employment. 
Purpose of the Study 
The purpose of this study is to identify charae.teristics which in-
fluence placement of vocational education graduates in full time jobs. 
It is hoped that research of this nature will provide specific char-
acteristics and increase the possibilities of placing graduates of 
vocational education in full time jobs. Implementation of training 
processes can be better identified with the realization of influences 
on placement of the vocational student. 
There have been many studies performed in evaluation of vocational 
training programs in the United States. Manpower programs have tried 
to meet the need for placement and training of disadvantaged with in-
creased emphasis on preparation for the world of work by more suppor-
tive services on the job, but the number of placements have been lowo 
Complaints have leveled at skill training. Employers have often said, 
"Give me someone who will come to work on time and steadily and we will 
do the training." Not nearly enough employers have followed through 
with this. The knowledge of employers' needs that must be known is 
not a static thing. It is a knowledge about ever-changing production 
process, industrial skills, evolving technologies and more sophisti-
cated equipment. (1) 
In order for cooperative vocational education training to be 
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relevant we must continually improve our methods of training" Objec-
tives of vocational education may need to be altered in terms of the 
needs of the students and society. If placement of the vocational stu-
dent in a full time job is an objective, we need to know specific:;i,lly 
those characteristics which may influence placement and reach the 
objective. 
Assumptions 
For the purpose of this study the following assumptions are made: 
1. The coordinators of vocational cooperative training programs 
are able to assess the characteristics which influence placement of 
graduate vocational education students in Oklahomao 
2. The coordinators selected to participate would cooperate and 
respond to the best of their ability. 
3. The coordinator would assess the characteristic which in~ 
fluences placement of vocational education graduates using their ex-
perience and expert judgement. 
4o The assessments made by the coordinators can only apply to 
this stud.yo 
Limitations 
The purpose of this study is to identify the characteristics 
which influence placement of graduates of vocational education programs 
in full time employment. 
The instrument used to gather data could only reveal opinions of 
the coordinators of vocational education programs of Oklahoma as to 
the characteristics which influence placement of the vocational 
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education student. This study did not consider economic conditions, 
type of training or quality of training. The data of this study, there-
fore, is limited to the opinions revealed in the optnionnaire by the 
coordinators of the cooperative vocational education programs in 
Oklahoma. 
Definition of Terms 
The following definitions are included to enhance the understand-
ing of this study. 
PLACEMENT refers to 1. student working in the occupation or re-
lated occupation, 2. continuing in related education. 
TRAINING refers to supervised instruction used to increase 
students' capabilities. 
ORGANIZATION refers to any group banned together to produce a 
product or offer a service. 
EMPLOYER refers to any company or person who employs. 
COORDINATOR: A teacher of cooperative vocational education who is 
responsible for coordinating students' classroom training in an occu-
pation; also, on-the-job training and placement of the student. This 
includes all service areas in cooperative vocational education. 
CH.APTER II 
REVIEW OF LITERATURE 
Introduction 
The purpose of this study is to identify characteristics which in-
fluence the placement of vocational education graduates. In the evalu-
ation of training we are trying to determine what changes, if any, in 
skills, knowledgEl and attitudes of employees take place as a result of 
being subjected to training experiences. 
" We are also trying to determine how these skills, knowledge and 
attitudes contribute to the attainment of organizational objElctives. 
Training designed to prepare the individual to perform his specific 
function in an organization should ~e evaluated in terms of how well 
he contributes, through his job, to organizational goal attainment. (27) 
Influencing characteristics for job placement of vocational grad-
uates may parallel organizational evaluations of the employees, who are 
hired, 
Organizational Evaluations for Placement 
Organizational evaluation of employees is referred to at times as 
intermediate measures of evaluation rather than ultimate measures. (27) 
Criteria for intermediate evaluations may include a grade made on an 
achievement test, the amount of time required to learn a task, an at-
titude toward specific company practices. Turnover in e~ployment, 
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absenteeism and safety statistics may be used as intermediate measures 
indicative of performance level reqUired in a complex industrial or 
business organization. Evaluation of employees may also be objective 
or subjective in terms of the source of evaluation. The emplqyee may 
be evaluated on overt behavior or subjectively by the personnel 
officer. 
A study (Diamond, 14) investigated to role of employers' hiring 
standards in low-skilledjobe and high unemployment among disadvantaged 
workers. The occupations studied were bank teller and related acti-
vities, arc welding and one service occupation, orderly. Fourteen in-
dustrial groups comprised the parameters of the study. The large varia-
tions in minimum reqUirements and references among employers for the 
same occupations indicated that even objective hiring standards may be 
influenced by subjective consideration. For a given occupation within 
the same area variations were found with respect to age, sex, education, 
previous experience, appearance and company policy. Only the reqUire-
ments with respect to previous work exPerience proved to have a:ny con-
sistantly significant relationship to performance. The researchers 
suggested that employers might better predict job success by evaluat-
ing certain worker traits, temperament, attitude, interest, rather 
than setting arbitrary hiring standa:?lds: for age, sex, education and 
even experience. (14) 
In order to determine the hiring standards for entry level jobs 
used by emplo1ers in rural central Minnesota, a rating scale was de-
veloped. In the rating scale, 15 characteristics that seemed important 
for hiring purposes were included. The rating scale was mailed to 
twenty employers hiring over thirty employees. All twenty employers 
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considered attitude as very important or most important for hiring 
purposes. Ability or aptitude was considered very important by 9o% of 
the employers. Interests, appearance and references were considered 
to be average or more important by 9o% of the employers for hiring 
purposes. (21) 
In office and retail jobs, hiring practices varied according to 
the size of the organization. The odds were said to be about one out 
of four that employers of less than 25 employees will hire 16-21-year 
old employees. The smaller the company, the more likely employers are 
to hire for jobs which are not relative to the individual's training. 
The larger the company the more likely they are to hire for jobs rela-
tive to training in office or retail jobs. 
The small companies look to the schools for employees as second 
and third choices. They look to someone working in business or from 
outside as first choice. Companies with 25 to 500 employees look to 
employment agencies, public and private. Companies with 500 and more 
employees consider walk-in first choice for employment and employment 
agencies for second hiring choices. All sizes of companies considered 
newspaper advertisements to be of medium importance. The schools by 
far ran. lower than most as choices for employe.es. Cooperative work 
study or school work experience programs, and current part-time em-
ployees appear to be the least important sources among all companies 
in recruiting 16 to 21-year olds for full time work. (9) 
The above study may be misleading in that it gave opportunities 
and requirements for initial empioyment of school leavers in Detroit 
in 1964 and 1965. A study done in 1969 (Perlam) of on-the-job train-
ing in Milwaukee, indicated that vocational education for specific jobs 
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provides inadequate preparation for related company pos.i tions, and that 
the time required for training is not significantly less for workers 
who have gone through a vocational short course than for workers pro-
moted without prior preparation for the new job. A likely path of the 
future company-vocational school training relationship is, that jobs 
will include a group of tasks, functions and responsibilities, which 
are specific to a given company, rather than to closely parallel the 
work associated with traditional occupational classifications. In ful-
filling future needs for manpower the employers suggested the major 
help that could be given by outside vocational training would be that 
vocational school could serve as an aid in recruitment, either directly 
by acting as an employment exchange as well as a job center, or in-
directly by indicating a probability of successful company placement 
for workers who had undergone the discipline of course attendance and 
completion. Employers felt that past work experience was the best wa;y 
to judge aptitude for a particular job. (30) 
Peter F. Drucker (1966) has stated "Since we hve in an age of in-
novation, a practical education must prepare a man for work that does 
not yet exist and cannot clearly be defined." Educators are interested 
in the developments and their implications to the industrial trainer 
faced with the problem of providing training for changing job skill 
areas. It seems obvious that industry cannot expect to hire, with ease 
or in abundant supply, men and women with the precise skills needed at 
any given time. (7) 
Skills Required for Placement 
There are many different views on the nature of skill. The term 
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has been used in terms of response or effector process. This would be 
placed in the psychomotor domain. More recently psychologists have 
turned their attention to the input skill, or receptor process, and 
particularly to the part played by perception. Motor and perceptional 
skills are complementary and jobs which at one time required manual 
skills and physical effort can now be accomplished by the tradesman 
merely by directing an application. We might see a tendency in indus-
try as no longer needing a motor skiil but more emphasis on percep-
tional aspects of the task. (29) 
A case study of a changeover to automatic equipment in a baking 
company employing about 650 blue collar workers and using criteria 
gathered from 200 executives of the nation's largest corporations that 
had experienced a changeover to automated operations revealed: 1. 
bigger turnover in personnel 2. automation reduces many skilled jobs 
to more easily learned machine tending jobs, and 3. automation did 
not lessen the need for judgement skills. There seemed to be a need 
for employees to have such qualities as quick reactions, decision-
making ability, alertness and mechanical aptitude or understanding. 
(24) 
In a study done by American Institute for Research, 1955, the 
graduates of Trade & Industrial programs throughout the United States 
who were employed, were asked to rate the importance of basic skills 
in terms of influence on job placement. The skills and their rank are 
as follows: 
1. Manual job skills 
2. Practical job skills 
3. Theoretical job skills 
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4. Mathematical job skills 
5. Communications skills 
6. Reading and interpretive skills 
7. Clerical skills 
8. :Personal relations skills 
9. Supervisory skill$ 
These skills were rated, 1. No real importance, 2. of slight im-
portance, 3. of considerable importance and 4. of critical importanc,e. 
The importance index, which was the mean of the mean rating given the 
individual skills, increa$ed from 2.93 for 1962 graduates to 3.04 for 
1958 graduates. The trend in general, establishes the importance that 
vocational graduates attach to these basic skills and increases accord-
ing to years of experience in the trade. There is a substantial dif-
ference in the importance that 1953 and 1952 graduates attach to super-
visory and clerical skills. The interest in supervisory and clerical 
skills was high and attributed to the increased years of experience 
and greater need for such skills. 
Independent of the experience factor the relative importance of 
the basic skills for all trades combined was: 
MEAN 
1. Manual job skills 3.4 
2. Practical job knowledge 3.3 
3. Theoretical job knowledge 3.3 
4. Reading and interpreting skill 3.1 
5. Mathematical skill 3.0 
6. Personal relations skill 2 .• 7 
7. Communications skill 2.7 
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8. Supervisory skill 
9. Clerical skills 
The 3.4 for manual job skills is almost midway of "critical im-
portance" and of "considerable importance." Manual job skills are 
rated of very high importance by graduates from two to eleven years in 
the trade studied or highly related trades to trade studied. The same 
was true for practical job knowledge. 
These findings have a bearing on current thinking that manual job 
skills and specific trade-related practical knowledge should be de-
emphasized in favor of more general training. (15) 
A comparison of the characteristics of curriculum-produced skills 
and employer-required skills was done by Battelle, Memorial Institute, 
Columbus, Ohio in 1972. Preliminary findings indicated discrepancies 
were found between skills required by employers for entry level workers 
and skills being produced by the curriculum. (2) For example, book-
keeping students were being trained in traditional methods which were 
appropriate only to jobs that either did not exist or were not open 
to inexperienced workers. The curriculum for auto engine mechanics 
was designed to produce the required skills but not all graduates at-
tained the necessary proficiency; some were not acceptable because they 
could not read instructions or do simple arithmetic. For dental as-
sistants, the researchers found that a lack of planned program, ade-
quate time allotment, facilitiee equipment, and supplies for practical 
and m~ipulative experience precluded students from attaining entry 
level competence. In shorthand and typing, curriculums were designed 
to produce necessary skills, but the majority of students were not able 
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to meet employers' stand~rds of accuracy and speed. 
The researchers recommended changes which, if implemented, would 
probably have raised employers' acceptance of vocational graduates. 
In bookkeeping it was recommended that traditional first and second 
year high school courses in bookkeeping be replaced by courses empha-
sizing modern record keeping methods, operation of office machines 
and application of data processing. 
Influence of Student and School on Placement 
Some are suggesting that vocational education undertake a new di-
rection in our educational system. It should become a way of learning 
and not a skill training program. 
There is some support for the general hypothesis that the voca-
tional outcomes experienced by graduates, particularly the relatedness 
of the first job to the vocational courses studied, is the interaction 
product of school, student resources and occupational opportunity 
variable. The most fruitful areas for school efforts to improve their 
percentages of graduates placed into the field for which they trained 
seemed to be 1. Improvement in school placement service, and 2. Im-
provement of the percentage of recommendable graduates. (10) A study 
based on 18 years of research from 1958 to 1960 at New York University 
Placement Service, on 100 job seeking behavior patterns, determined 
the individuals' level of success in obtaining a desired job. (34) 
Those individuals who failed to obtain jobs were vague in expressing 
what jobs they wanted. Sometimes job goals were unrealistic in terms 
of the applicants 1 qualifications. The effects of three job seeking 
behavior patterns were identified. Individuals with crystalized goals 
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and self-actualized behavior were successful in obtaining desired jobs 
even in depressed markets. Individuals with vague goals and passive 
behavior failed to get desired jobs even in a good labor market. In-
dividuals with a mixture of vague and crystalized goals and passive 
and self-actualization behavior have an average amount of success in 
obtaining desired jobs. The needs of the individual shows some evi-
dence in possible identifying influences for job placement after 
training. 
There have been some conflicting opinions regarding the vocational 
values of vocational education,graduates. The Minnesota Importance 
Questionnaire (MIQ) was used to measure vocational values, and two 
measures of disadvantagement were compared with the employment outcome 
of disadvantaged and non-disadvantaged students. Only two of the MIQ 
scales revealed significant differences, suggesting that there is a 
need to consider the individual's unique values rather than presume 
stereotyped needs. Disadvantaged individuals were found to have a 
high measured need for variety and a lesser need for creativity in 
their work than nondisadvantaged. Employment among the disadvantaged 
ran 43% in contrast to 90% of the non-disadvantaged. It is suggested 
that a specialized service is needed for disadvantaged individuals for 
placement in proper jobs. The idea for specialized services for all 
vocational graduates to align student and proper job may be in order. 
(5) 
Economic Effects on Placement 
The level of the economy at the time of graduation appears to be 
a factor influencing time required to obtain a job. The mean and 
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median time required to get a job after graduation in 1953, a year the 
economy was in boom proportions, was 1 ~"'3 months and • 5 of a month re-
spectively. In contrast, the equivalent values for 1958, a recession 
year was 2.3 months and 1.0 months. In 1962, with the economy out of 
the recession and heading toward the longest peacetime upward trend in 
history, the time to get a job dropped to a mean of 1.7 months and a 
median of .5 of a month. (15) 
This suggests that a school's ability to place graduates promptly 
into full time jobs is, in part, limited by the level of the economy 
that prevails in the region served by the school. Where 8CY{o of the 
graduates in 1953, who looked for jobs, found jobs within one month 
after graduation only 69% of 1962 graduates, who looked for jobs, 
found them within one month after graduation. 
School Size, Geographical Region, Equipment, 
Facilitiea:, Job Methods and Materials 
Influence on Placement 
Graduates from larger schools require slightly less time for 
placement than graduates from medium size schools or small schools. 
Although there is a slight difference in the time of placement there 
doesn't seem to be a major factor in terms of size of school and 
placement. (15) 
The geographical region showed a difference in placement in 1953. 
This could be related to the economy level. There seemed to be a re-
lationship between unemployment and related training placement. As 
upemployment increased nationally the related placements decreased. 
There was al!;lo an inverse relationship of those graduates who were 
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trained and the unemployment rate and placement in unrelated jobs. 
There were no broad based answers to the comparison of tlJ.e tools an.d 
equipment, job methods, and materials in vocational shops in terms of 
those used by industry and its effects on placement. The opinions 
expressed in the survey that their shops' tools and equipment were 
obsolescent if not obsolete and shop materials were inexpensive substi-
tutes for what was normally mied in th.e trade. The work: methods, in 
many instances, necessarily were different from the methods used in 
trade. (15) 
The method through which some students are being prepared for to-
day's market might make them unemployed tomorrow. (22) The business 
world is so drastically qha,ngi:rag that our method of preparation might 
truly jeopardize our graduates in becoming sound and contributing mem-
bers of the organization. Many students are being prepared solely for 
an entry level position. This position usually represents training 
obtained through the possession of a skill. 
For every occupation there are peculiarities to that occupation 
and which have no functioning value in any other occupational area. 
Training must meet the demands of the labor market if the end result is 
employment. (2) 
Influence of Counseling on Placement 
Graduates who came from schools where the counselors have con-
siderable experience in occupations related to trades and industry 
seem to enter occupations in the counselor's field of training more 
frequently than graduates whose counselors have had little or no ex-
perience. There was also a relationship between student-counselor 
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ratios. The schools who had the greater number of students per c91JJJ.se-
lor, the fewer the graduates placed into' the field for which the stu-
dent was trained. Those schools who reported the biggest percentage 
of placements also had: 1. Full time placement coordinators 2. Part 
• time placement coordinators and 3. Shop teachers who claimed a place-
ment roll. The most freqµently reported placement activity was advis-
ing students on how to find jobs. About 95% of the placement coordina-
tors claimed this was a regular activity. Ninety-two percent of the 
coordinators claimed that they arranged for employers to interview 
students. Eighty .... eight percent · reported that it was a practice to check 
with state employment services for job appointments. The limited role 
of the school, including vocational school~, in the placement of grad-
uates reflects the failure of the schools to develop appropriate rela-
tionship with employers in the communities. (14) 
CHAPrER III 
METHODOLOGY AND PROCEDURE 
Introduction 
For many years experts have been used in brain-storming sessions 
and round table discussion groups with the objective of achieving a 
group opinion, a group solution to a problem or a group estimate of 
some unknown quantity. 
The Delphi method is a name that has been applied to a technique 
used for obtaining a group response of a panel of experts. The tech-
nique is a carefully planned, orderly program of sequential individual 
interrogations using questionnaires. 
In long-range forecasting everything that is not knowledge may be 
referred to as speculation. This leaves out the vast mass o.:f. info.rma~ 
tion for which there is no solid evidence. This area may be referred 
to as opinion. Opinions also may be referred to as wisdom, insight, 
informed judgement or experience. (6) The saying, that two heads are 
better than one, is a more traditional way of dealing with opinion. 
Committees, commissions, boa:rd;s, panels, juries and the voting public 
are but a few examples of a technique that has been used in areas where 
decisions must be made on partial information. The traditional proce-
dure for putting the several minds together is face-to ... face technique 
of interaction. 
Some recent experiments that have been performed by Rand 
17 
18 
Corporation indicated that when opinions are involved, face to face 
discussions may result in a group opinion which is less accurate than 
simply the average of the individual opinions without discussions. (10) 
The Instrument 
To get around the face-to-face interaction, which may result in a 
group opinion which is less than accurate, the Delphi procedure may be 
used. The basic.. characteristics of the Delphi procedure are: 1. ano-
nymity 2. iteration with controlled feedback and 3. statistica:I ... 
group response. (10) 
Anonymity is achieved by using qµestionnaires or other formal 
channels of communication where specific responses are not associated 
with individual member group. This reduces group pressure and indivi-
dual pressure. 
Iterati:.cnrconsists in performing the interaction among members of 
the group in several stages. At the beginning of each stage the re-
sults of the previous stage are summarized and fed back to members of 
the group and they are again asked to reassess their answers in light 
of what the entire group thought on previous round. The opinion of 
every member is refl~oted in the group response. The most visible ef-
fects of using this procedure, according to Rand Corporation experi-
ments, was from one round of questionnaires and feedback to the next; 
the estimates of the subjects converged or came closer together. (10) 
Previous Research of Opinions 
Early studies were concerned mainly with improving the statistical 
treatment of individual opinions. They indicated some formal 
19 
properties of individual estimates (precision, definiteness) would be 
used to rate the success of short-term predictions and that background 
information (as measured by a standard achievement test) had a smaller 
,n 
significant influence on the success predictions. (5) Both of these 
effects were fairly well washed out by combining estimates into group 
prediction. 
N. C. Dalkey and Olaf Herner (Management Science, 1963) introduced 
an additional feature namely interaction with controlled feedback. 
The set of procedures evolved from these studies are included in the 
Delphi procedure. 
In the experiment (RM-5888R, 1969) performed by the Rand Corpora~ 
tion, general information type questions were asked. The questions 
were thought to have the features ascribable to opinion when respond-
ents were asked to answer. The subjects did not know the answers but 
they did have other relevant information that enabled them to make 
estimates. The results can be summarized as follows: 1. On the 
initial round a wide spread of individual answers typicaLy followed. 
2. With interaction and feedback the distribution of individual re-
sponses progressively narrowed or converged. and 3. More often than 
not, the group response became more accurate. (34) 
Reliabilities were found (Dalkey, 1969) by split-half technique 
to range from .4 to about .6. Reliabilities were obtained by comput-
ing the correlation between subjects' scores on odd and even questions. 
These were felt by the experimenter to be high enough to indicate a 
reasonable amount of consistency in the subjects relative ability to 
estimate answers to questions of a general information type. (11) 
20 
Selecting Respondents 
Delphi, very popular with industry forecasters, comes under severe 
criticism from Dr. Marvin Cetron, president of Forecasting International 
Ltd. He says, "Delphi has done more harm than good." "Forecasting 
must be quanitative." "You can't just ask people what they think; if 
you have nothing to back up subjective opinions, you end up with gar;... 
bage. 11 "Also Delphi forecasters have a habit of calling the same com-
munity of people to participate in the forecasts." 
Industry, on the other hand, boosts Delphi. "It is one of the 
best speculative techniques to foresee things that upset trends," says 
Donald Pyke, a former TRW Fore~aster, who is now coordinator of aca-
demic planning at the University of Southern California. (20) 
The dependency of the outcome on cert~in subjective features, 
such q,S ambiguity in lhe wording of qu.estions, uncertainties regarding 
the degree of expertise: among the respondents and the possibility of 
deliberate or subconscious bias in the answer is equally present in 
traditional modes of reliance on expert judgement in decision making. 
One would want to see to it that the panel membership remain reasonably 
stable, that the time between questionnaires be held within acceptable 
limits, that questions be phrased with greater care to avoid unneces-
sary ambiguities and enough cycles be provided for adequate feedbacko 
(17) 
Respondents for this study were selected, keeping in mind those 
subjective features which might affect the accuracy of the results. 
Evaluation records from the State Department of Vocational-Technical 
Education of Oklahoma were used to select 40 coordinators of Cooperative 
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Vocational Education Programs in Oklahomao The 40 respondents· selected 
were coordinators of Cooperative Vocational Education Programs which 
had been evaluated by the Vocational-Technical Education Department in 
the past 12 months. The selection of cooperative vocational education 
coordinators for the study increased the homogeniety of the panel mem-
bers and thus would increase the expertise of the panel. The selection 
of experts is an intricate problem, even where the category of exper-
tise needed is well defined. As man's expertness might be judged by 
his status among peers, by his years of professional experience, by 
his own self appraisal of relevant information to which he has access 
or by some combination of objective indices and prior judgment factors. 
The position of the respondents, relative to the employer and labor 
market, seems to give the respondents a certain amount of access to 
expertise in placement of Vocational Education Graduates. (6) 
The Opinionnaire 
The opinionnaire used to collect data was divided into three 
rounds. The first round (Appendix A) included the statement to which 
a response was illitited. The respondents were asked to list ten pos-
sible endings to the following statements: "Those factors which are 
thought to influence the placement of vocational education graduates 
are." The ten responses by each respondent were not listed in any 
particular order. 
The combined list of all respondents was compiled, excluding 
those statements which were exactly duplicated. The resulting list of 
responses was again returned to each respondent in a combined form. 
(Appendix B) The respondents were asked, in the second round, to 
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respond to each statement as "most important" or ''least important" 
according to a seven point continuum. The lower valued numbers were 
placed at the "most importanttt end of the scale and the higher numbers 
were placed at the "least important" end of the scale. The third round 
was designated as the final round and included each item ranked in 
order of mean as determined by the respondents in the second round. 
The combined list of ranked items was returned and each respondent was 
asked to indicate any changes he would make in the rank order of any 
items, and if any changes were recommended, the reason for the change. 
(Appendix c) 
As a result of the three rounds a group decision resulted in those 
items which were though to be primary influences on the placement of 
vocational education graduates. 
CHAPrER IV 
PRESENTATION AND ANALYSIS OF DATA 
Introduction 
The purpose of this study is to identify characteristics which 
influence the placement of vocational students after graduation. 
Data for this study was collected by the Delphi Technique. This 
technique requires that three mailings be used to solicit the opinions 
of the respondents. The respondents in this study were coordinator's 
of cooperative vocational education programs in the State of Oklahoma. 
Forty coordinators whose programs had been evaluated, in the past 1S 
months, by the State Department of Vocational-Technical Education ill 
the State of Oklahoma were selected as respondents. This number re-
presents 20% of the cooperative vocational education coordinators of 
Oklahoma. It was this writer's opinion that coordinators of coopera-
tive programs would have a certain expertise in placing vocational 
students on the job after graduation, and their opinions would be help-
ful in terms of identifying characteristics influencing placement of 
vocational students. 
Eighty-seven percent responded to the first communication. (Ap-
pendix A) This revealed a total of 320 items which, in the opinions 
of the coordinators, influenced placement of vocational students after 
graduation. The items which were duplicated were eliminated and a 
2] 
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total of 64 original items remained. The second mailing, containing 
the 64 items, was prepared and mailed to the 40 coordinators. Eighty-
five percent were completed and returned. They were asked to score 
each factor on a seven point continuum, according to their perception 
of its importance, (1) being the most and (7) being the least impor-
tant, in the placement of vocational school graduates on the job. The 
most important item, having the lowest numerical average is listed 
first and the highest numerical average, signifying least important is 
listed last. The score average is the average score of each item in 
the opinion of all respondents. (Table 1) 
The factors on mailing number two (Appendix B) were ranked on a 
seven point continuum by the coordinators; (1) being most important 
and (7) being least important as perceived by the coordinators. The 
ranked factors were then divided into quartiles (Table II) with 16 
factors in each quartile. Table two presentij those factors in the 
first quartile in terms of most importance and those factors in the 
fourth quartile in terms of least importance as perceived by the 
coordinators. 
Item Response and Score 
Each item was scored on a continuum by the coordinators from most 
important (1) to least important (7). The higher the number of the 
response the least important the item as an influence in the placement 
of vocational graduate students. The total response of all coordina-
tors for each level, one through seven, was computed as a percentage ... 
(Table III) 


























RANK OF CHARACTERISTICS WHICH INFLUENCE 
PLACEMENT OF VOCATIONAL GRADUATES 
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·characteristic Score Average 
Industrious vocational teacher 
Getting along with customers 
Good relations with employers 
Student's attitude, willingness to work, 
initiative, dependability, cqoperation, 
poise, and self control 
Availability of jobs in the community 
Counseling of prospective employers about 







Full backing of administration 1.843750 
Possible employers interested in youth 
development 1.93750 
Good coordination 2.060606 
Adequate training stations 2.060606 
Employers needs and requirements 2.093750 
More vocationally oriented administrations 2.093750 
Attitude of student toward job interview 2.146250 
Feedback of employers 2.218750 
Interested community 2.250000 
Good parental attitude 2.250000 
Relationship of school with employers 2.250000 
Personal grooming and good health of 
graduates 2.250000 
Ability to communicate 2.312500 
Success at training station 2.393939 
Adequate equipment and materials for 
training 



































TABLE I (Continued) 
Characteristic Score Average 
More acceptable vocational programs 
than in the past 2.468750 
Close contact with employers 2.484848 
Knowledge of program 2.500000 
Adequately funded program 2.531250 
Knowing how to conduct a successful 
job hunting campaign 2.593750 
Adequacy of transportation 2.625000 
Practical education 2.625000 
Attract better students 2.625000 
Reasonable goals and desires 2.718750 
Permanency of employee 2.718750 
Advancement opportunities in occupation 
or related occupation 2.750000 
Good relations with administration 2.750000 
Selection of student 2.781250 
Employer desire to have product be "right" 2.781250 
Leadership development by student 2.781250 
Word-of-mouth advertising about all 
programs 
Reputation of former graduates 
Vocational club affiliation 
Room within place of employment for a 
full time employee 
Ap~itude and work experience 
High maturity quotient 
Relations of vocational programs with 
surrounding community 
Occupational information 
Working with counselors 
































TABLE I (Continued) 
Characteristic 
Good reference material 
Availability of student references 
Societal attitude toward a given field 
Revised curriculum (less state material) 
A working advisory council 
Testing - civil service, merit board, 
State Employment Service 
More time allotted for visiting possible 
employers duri:r:18 school hours 
Distributive Education curriculum guide 
Desire to trav:el or not to travel long 
distances to wO'I'k 
Personal and family obligations 
Social status of student 
Financial need 
Glamour of the occupation 


















QUARTILES OF RANKED ITEMS 
First Quartile 
1. Industrious vocational teacher 
2. Getting along with customers 
3. Good relations with employers 
4. Student's attitude, willingness to 
work, initiative, dependability, 
cooperation, poise, and self control. 
5. Availability of jobs in the community 
6. Counseling of prospective employers 
about program and full explanation 
of the program 
7. Full backing of administration 
8. Possible employers interested in 
youth development 
9. Good coordination 
10. Adequate training stations 
11. Employers needs and requirements 
12. More vocationally oriented admini-
strations 
13. Attitude of student toward job inter-
view 
14. Feedback of employers 
15. Interested community 
16. Good parental attitude 
Second Quartile 
17. Relationship of school with employers 
18. Personal grooming and good health of 
graduates 
19. Ability to communicate 
20. Success at training station 
21. Adequate equipment and materials for 
training 
22. Abillty to relate training to actual job 
requirements 
23. Adequate skill 
24. More acceptable vocational programs than 
in the past 
25. Close contact with employers 
26. Knowledge of program 
27. Adequately funded program 
28. Knowing how to conduct a successful job 
hunting campaign. 
29. Adequacy of transportation 
30. Practical education 
31. Attract better students 
32. Reasonable goals and desires 
I\.) 
(X> 
TABLE II (Continued) 
Third Quartile Fourth Quartile 
33. Permanency of employee 49 ... Adequate compensation 
34. Advancement opportunities in occupation 50. Mobility 
or related occupation 
35. Good relations with administration 
36. Selection of student 
37. Employer desire to have produce be 
"right" 
38. Leadership development by student 
39. Word-of-mouth advertising about all 
programs 
40. Reputation of former graduates 
41. Vocational club a~filiation 
42. Room within place of employment for 
full time employee 
43. Aptitude and work experience 
44. High maturity q'llotient 
45. Relations of vocational programs 
with surrounding community 
46. Occupational information 
47. Working with counselors 
48. ~joys prestige of acceptance by 
adults 
51. Good reference material 
52. Availability of student references 
53. Societal attitude toward a given field 
54. Revised curriculum {less state material) 
55. A working advisory council 
56. Testing-civil service, merit board, 
state employment service 
57. More time allotted for visiting possible 
employers during school hours 
58. Distributive education curriculum guide 
59. Desire to travel or not to travel long 
distances to work 
60. Personal and family obligations 
61. Social status of student 
62. Financial need 
63. Glamour of the occupation 




TOTAL RESPONSE' FOR' EACH ITEM SCORE ON 
SEVEN POINT SCALE* 
Most Least Most Least 
Important Important ·important Important 
Item 
)fcj 
Item lfo Re- Re-No. 1 .2· .,3 4 5 6 1 s:i2onse No. 1 2 3 4 5 6 1 SEonse 
1. 60 15 0 0 3 0 3 19 · 29. 13 25 25 15 3 0 0 19 
2. 55 18 3 0 0 0 3 21 30. 15 25 23 13 3 3 0 18 
3. 50 23 3 0 0 3 3 18 31. 13 33 20 10 0 3 3 18 
4. 53 20 3 0 0 0 3 21 32. 8 40 18 8 0 5 3 18 
5. 40 25 10 3 3 0 0 19· 33. 8 38 23 5 0 5 3 18 
6. 43 25 .8 0 3 0 3 18 34. 10 33 15 15 5 3 0 19 
7. 35 33 8 3 0 3 0 19 35. 13 33 13 18 0 0 5 18 
8. 30 35 10 3 0 3 0 19 36. 15 30 13 13 .3 5 3 18 
9. 43 23 3 8 3 3 3 18 37. 5 40 18 10 0 8 0 19 
10. 38 28 8 5 0 0 5 16 38. 13 23 30 3 5 3 3 20 
11. 23 38 15 0 5 0 0 19 39. 20 18 10 28 2 2 0 20 
12. 33 28 13 3 0 3 3 17 40. 18 18 20 13 10 5 0 16 
13. 33 23 15 5 0 5 0 19 41. 23 15 13 15 3 10 3 18 
14. 28 30 10 5 5 3 0 19 42. 10 30 13 13 10 3. 3 18 
15. 18 33 23 8 0 0 O, 18 43. 8 25 20 18 5 5 0 19 
16. 28 25 20 3 0 3 3 18 44. 5 30 18 18 0 5 3 21 
17. 25 33 10 8 . O 5 0 19 45. 13 23 18 10 10 5 3 18 
18. 23 33 1) 3 0 3 3 22. 46. 3 25 30 10 8 5 0 19 
19. 28. 30 10 5 0 5 3 19 47. · 8 20 25 8 13 5 3 18 
20. 23 33 20 0 0 3 5 16 48. 10 15 28 8 10 8 3 18 
21: 15 38 20 3 0 3 3 18 49. 5 20 23 20 3 8 3 18 
22. 23 28 15 10 0 3 3 18 50. 3 18 23 33 0 3 3 17 
23. 20 33 13 10 5 3 0 16 51. 0 28 15 25 5 0 5 22 
24. 18 33 15 8 3 3 3 17 52. 3 25 15 23 8 5 3 18 
25. 23 30 18 0 8 :, 3 15 53. 3 18 25 23 8 3 3 17 
26. 18 35 15 3 3 8 0 18 54. 8 20 13 20 10 3 5 21 
27. · 20 30 15 3 8 5 0 19 55. 15 15 5 25 5 3 13 19 













1 2 3 4 5 6 
· No· 
. Re- Item 
1 Sponse No. 
3 18 10 15 20 10 5 19 61. 
5 8 20 23 5 10 10 19 62. 
5 5 23 13 10 8 18 18 63. 
O 10 10 20 15 23 3 19 64. 





1 2 3 4 5 6 1 
3 13 15 13 8 10 20 
0 10 13 18 18 8 15 
O 13 13 10 20 10 15 









by 6rf/o of all the coordinators as one on the seven point scale. Item 
number 2 1 "Getting along with customers and fellow workers," was se-
lected by fifty-five percent of all the coordinators as one or most 
important on the seven point scale. 
Adequate skill ranked twenty-third and twenty percent of the coor-
dinators selected this item as most important, thirty-three percent 
selected this item as two on the seven point scale, and thirteen per-
cent selected it as three on the seven point scale. A total of sixty-
three percent of all the coordinators selected adequate skill as either 
one, two or_ :three and a total of eight selected this i tern as five, six 
or seven on a. seven point scale. 
The item ranked fifty-five, in the fourth quartile (Table III) was 
"A working advisory council." Only fifteen percent of all the coordi-
nators selected this item as number one on the seven point scale, fif-
teen percent selected it as number two, five percent as number three, 
or a total of thirty-five percent selected this item as important. 
Twenty-one percent selected the item as five, six or seven on the seven 
point scale, and a total of thirteen percent selected this item as 
least important, number seven. 
"Knowing how to conduct a successful job-hunting campaign," was 
ranked twenty-eight by the coordinators and fell in the second quartile. 
Only eighteen percent of all the coordinators selected this item as 
number one on the seven point scale, thirty~three percent selected it 
as second on the seven point scale. A total of sixty-six percent se-
lected this item as either one, two or three. "Knowing how to conduct 
a successful job-hunting campaign" received three percent more of the 
total percentage of votes than did "Adequate skill." 
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Two related items "Selection of student" and "Working with coun-
selors" was ranked 36 and 47 respectively and both fell in the thrid 
quartile. "Selection of student" was selected as one on the seven 
point scale by fifteen percent of all the coordinators, while only 
eight percent of all the coordinators selected "Working with counse-
lors" number one on the seven point scale. Only thirteen percent se-
lected item thirty-six, "Selection of students" as number four on the 
seven point scale. More of the coordinators were in agreement that 
working with counselors was on the average better than "Selection of 
Students." A total of sixty-eight percent selected "Selection of Stu-
dents" as important and a total of fifty-three percent selected "Work-
ing with counselors" as important. 
The items described above are some of the more prevalent items 
which are consistently thought of as important in job placement. There 
are many more comparisons of items and cross references which are de-
scribed in the tables presented herein. 
The third and final mailing consisted of a ranked list of the 64 
factors. The ranking by the coordinators was on a seven point scale 
as to their importance. The more important items are listed numeri-
cally at the top of the list of items and those items thought to be 
least important by the coordinators are numerically ranked last. 
The coordinators were asked to review the ranked items and if, in 
their opinion, there were any items ranked lower or higher than they 
should be, they were to list the changes in rank and justify their rea-
son for this change. (Appendix C) 
A total of 22 coordinators out of the 40 responded to the third 
and final mailing. Out of the 22 replies to the third mailing, there 
were twelve who changed items in rank and justified their change. 
(Table IV) 
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Item ranked fifty-five, "working advisory council" was changed 
from the fourth quartile to number 6, in the first quartile. Item 
ranked thirty-six, "selection of student," in the third quartile was 
changed to eight in the first quartile. 
The justification for changing item ranked fifty-five to six was 
that "we need community advisory people." "That would take care of 
counseling of prospective employers about program, and a full explana-
tion of the program." The justification for changing item ranked 
thirty-six to a rank of eight was, "student selection would be based 
on whether the individual student can benefit from the program." "This 
is the most important consideration in student selection, and ulti-
mately in student success in a distributive occupation." 
Item ranked forty-three "Aptitude and work experience," in the 
third quartile was changed to rank of eight in the first quartile. The 
justification for this change was, "Since we are dealing with the place-
ment of graduates, I feel aptitude and work experience are more impor-
tant than factors to twelve listed before item ranked forty-third." 
"The experience gained from a cooperative program such as distributive 
education and no aptitude for work applied for, are surely important 









CIWiGES OF ITEK RillC BY COORDIJiATORS 
_.!Bl) JUSTIFICATI01f 
Justification For Change 
"If there are no. jobs available, it makes rio difference whether or not 
the graduate can get along with other people - he still will have no job." 
"Jobs available will kill your program." 
~.J;:.f a. student. :first hae a good attitude; initiative, willingness to 
work, cooperation; sincerity, dependability,- poise and self control, 
then he will necessarily be able to get along with customers, fellow 
workers, and employers~ If a student does not first possess the afore~ 
mentioned qµalities, then_it is doubtful that he will be able to meet 
the social requirements necessary to "get along" sati8f"110torily with 
others. A person mu.st work at human relations and be willing to sacri-
fice and 111a:i.ntain self control in sensitive situations; otherwise, he 
will not - it does not uSllally come ~turally. '' 
"We·need community advisory people. That would take care of #6 'Counsel-
il'.!8 of prospective employers about prpD:ram and fu~l explanation of the 
program.'. Also #9 'Good Coordinatio:Q'•" 
noounsel6rs are a part of the administration and are in contact with 
prospective stu4ents in that they handle registration. They need to 
know all programs or classes well." 
"An employer will not hire arJ¥one that does not first meet his needs and 
requirements - regardless of whether there is full administration backing, 
or of the interest in youth development." 
111 feel that the employers interest in youth development is important 7 
but I feel that it is more important for a student to re1ate his training 










TABLE IV (Continued) 
Justification For Change 
between what he was trained to do and what he actually does on the job. 
"Student selection should be based on whether the individual student 
can benefit from the program. This is the most important consideration 
in student selection, and ultimately in student success in a dist~il»ttive 
occupation." 
"If the former graduates were not good then the chances of placing 
another student with that employer would be very poor." 
"Since we are dealing with placement·. of graduates, I feel aptitude and 
and work experience· are more important than factors to item #12 lis~· 
before item #43· The experience gained from a cooperative program such 
as Distributive Education and not aptitude for work applied for, are 
surely more important factors in placement. , 
"If the students are alive in their club they will have a better attitude 
toward job interviewo 11 
"A strong VICA Club will probably cause the student to become motivated 
t9 the point :that he will do a better job at his training station. As a 
result this student will be easy to place on the job after graduation." 
"Many programs operate well because the coordinator is dedicated and 
enthusiastic even though his school administrators are lukewarm to the 
program. In other words, the program is successful in spite of the 








TABLE IV (Continued) 
Justification For Change 
"Let's be honest about this. Employers are interested in what they can 
get out of an employee for the least amount of money and investment. 
Even companies who give up lip service in the state and national levels 
are reluctant to commit themselves to hire student employees at indi-
vidual local stores. They started well by hiring a few students but 
their percentage of layoffs was extraordinarily high." 
"A good working advisory can very well have more ip.fluence than aptitude 
and work experience as the councils work will mean more." 
"At this day and time, transportation isn't much of a problem. If you 
have a practical education and good reference material one can train 
himself." 




SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 
Presented in this chapter is a summary review of the study and the 
· major findings. Also presented are concl~sions and recommendations 
pased upon the analysis and presentation of data collected. 
Summary 
The data, which identified those characteristics which are thought 
to influe:nce the placement of vocational graduates on the job, was col-
lected by using the Delphi Technique. Twenty percent of the coopera-
tive vocational education coordinators of Oklahoma were asked to respond 
to the mailing. Out of the forty coordinators who were asked to respond 
to the three mailings, eighty-seven percent responded to the first mail-
ing, eighty-five percent responded to the second mailing and fifty-~ive 
percent responded to the third mailing. Out of the fifty percent who 
responded to the third mailing only fifty-five percent suggested changes 
in rank of the items and justification for their change. Those who did 
not respond to the third mailing were contacted and, it was their under-
standing that they need not return the third mailing if no changes in 
the ranking of the items was made. 
Summary of Findings 
The "Indus-trious Vocational Teacher" was not challenged by any 
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coordinators after being ranked as their number one choice for the most 
important characteristic influencing the placement of the vocational 
graduate in 'a full time job. 
Coordinators who responded to the third mailing and suggested 
changes in the rank of certain items, did suggest changes of items 
other than industrious vocational teacher, in the first quartile. 
Items which were suggested as possible changes (Table 4) from the first 
quartile into the second, third or fourth quartile were items seven and 
eight. Item seven, "Full backing of administration," was changed to 
item ranked 20th. Ma:rzy programs operate well because of' the coordina-
tor; not in terms of the relationship of the program with the adminis-
tration .. The change of item ranked eight to 35th indicates, by the 
justification of the coordinator, that employers are not interested in 
the program, but only in the employer's welfare. { 
Other items found in the first quartile and ranked as most impor-
tant are related to employer, student, community, program and parent. 
This possibly could indicate that all areas should be of interest in 
terms of placement of the vocational graduate on a full time job. More 
emphasis seems to be placed on attitude, needs and interest of those 
areas mentioned above rather than skills, facilities or reference 
materials. 
The item ranked in the fourth quartile in the second mailing and 
changed from the fourth quartile to the first quartile in the third 
mailing was item #55, "A working advisory council." This change was 
only made by one coordinator, and in his opinion a working advisory 
council would help explain the program to the community. 
Items in the fourth quartile which were of least importance, in 
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the opinions of the coordinators, were items related to physical or 
material things. 
Conclusions 
Based on this study the following broad conclusions were drawn. 
(1) The industrious vocational teacher is most important as an 
influence in placing vocational graduates. 
(2) The attitude and willingness of all those implicated in 
the placement of the vocational student to cooperate with 
each other, is of most importance. 
(3) A logical and relevant approach in planning and implement-
ing the vocational program is of importance in placement 
of vocational gradu~tes. 
) (4) Counseling and testing of students ranked below average 
in terms of importance in placing vocational graduates in 
full time employment. 
~ (5) Capabilities, financial need and social status were found 
to be considerably below average in importance, with social 
status and financial need ranking below capabilities of 
student. 
Recommendations 
In view of the findings and conclusions it is recommended that 
further studies be made of: (1) employers' opinions in terms of char-
acteristics which influence the placement of the vocati_onal graduate:, 
(2) all levels of influence on the placement of the vocational 
41 
graduate and (3) vocational programs and objectives in terms of their 
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In order to increase placement of Cooperative Vocational Education 
students after graduation, it would be helpful to know which factors 
influence high placement. 
It is for this reasoNtbt I am asking your assistance in obtaining 
those factors which you fe,el influence high placement of the graduates. 
The time required for you to complete this information will be ap-
proximately eighteen minutes. It would be appreciated if this infor-
mation could be returned to me by March 14. 







The Delphi Technique has been chosen as the method to be used in ob-
taining the factors which are thought to infl~ence the placement of 
vocational education graduates in full time employment after gradua-
tion. This technique, which is built on the strength of informed 
intuitive judgment, is intended to get opinions from persons related 
to specific questions. 
Successive questionnaires and feedback are necessary with each round 
designed to produce more carefully considered group opinions. Three 








List ten characteristics you believe to be impor-
tant which influence high placement in the occupa-
tion for which the student is trained ona full 
time basis after gradua..tion. 
A list of characteristics will be compiled from 
the participants' responses and mailed back to 
you. Using this list each person will be asked 
to evaluate and rank each item by such criteria 
as important or not important. 
A list of priority factors will be compiled from 
the concensus obtained in step 2. Each partici-
pant will be asked to either revise their opinions 
in line with the priority list developed in step 
2 or specify your reasons for remaining outside the 
con.census. 
From the response obtained in step 3 we hope to 0btain a final l,.ist 




CORRESPONDENCE SiiEl?.11 NO. 1 
(TO BE ENCLOSED IN RETURN MAIL) 
Please list up to ten possible endings, no particular order of 
importance required, to the following statement: 
Those factors which are thought to influence the placement* of 
vocational education graduates are: 
EXAMPLE: Adequately funded program. Graduates working effectively 
with fellow employees. Parental attitude. 











*Placement: (1) Working in the occupation or related occupation 





Thank you for completing the first of three correspondence question-
naires. I hope you will continue to render your as~istance by com-
pleting Correspondence Sheet No. 2. 
Correspondence Sheet No. 2 contains the major factors that were re-
ported as being influential in the placement of vocational education 
graduates. In order that we may determine the most important factors, 
we are asking you to rank them on a 7-point continuum. The highest 
ranked factors chosen by you and other cooperative education coordina-
tors will be investigated and analyzed to the extent of our capabili-
ties by using the specific suggestions given me in Correspondence 
Sheet No. 1. 
Again, let me thank you for giving your time and attention to this 
project. A quick response on Correspondence Sheet No. 2 will be 
appreciated. As soon as we have analyzed all the information, we 





CORRESPONDENCE SHEET NO. 2 
(TO BE RETURNED BY RETURN MAIL)* 
51 
Below are the combined factors that you and other cooperative education 
coordinators suggested were the most important characteristics that in-
fluence the placement of vocational education graduates. In order that 
a priority be deter~ined on the most essential factors to be analyzed, 
we are asking you to rank each factor on a 7-point continuum, ranging 
from most important (1) to least important (7). 
Please be selective in choosing those factors you consider as most 
important for our analysis. 
Example 1. Works efficiently with 
others. 
PROGRAM INFLUENCES: 
1. Good relations with 
administration 
2. Selectio:q. of stud.ant 
3. Working with counselors 
4. Good reference material 
5. Adequate training stations 
6. Close contact with employers 
7. Leadership development by 
student 
8. Distributive Education 
Curriculum Guide 
Place (X) in appropriate section 
Most Important Least Important 
I I /xi I I I I 
1 2 3 4 5 6 7 
Most In,p'O'rtant Leal!!t Important 
L I L L I I L I 
1 2 3 4 5 6 7 
/ I I I I I I I 
1 2 3 4 5 6 7 
I (_ I I I I 
6 
I I 
l 2 3 4 5 7 
I I I I I I I I 
1 2 3 4 5 6 7 
I I I (_ I I I I . 1 2 3 4 5 6 7 
I !. !. I !. !. !. I 
1 2 3 4 5 6 7 
I I !. I I I I I 
1 2 3 4 5 6 7 
!. I I !. (_ I I I 
1 2 3 4 5 6 7 
*Enclosed you will find a stamped return envelope 
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9. Occupatione1 information L /_ /_ !. /_ /_ /_ I 
1 2 3 4 5 6 7 
10. Word-of mouth advertising 
about all programs /_ !. !. !. /_ !. 6 /_ I 1 2 3 4 5 7 
11. Good coordination /_ !. L !. /_ /_ /_ I 
1 2 3 4 5 6 7 
12. Revised curriculum (les~ state 
material) !. /_ !. !. !. /_ /_ I 
1 2 3 4 5 6 7 
13. More time allotted for visiting 
possible emp~oyer~ ~µri;ng school 
/_ /_ L I hours !. !. !. /_ 
1 2 3 4 5 6 7 
14. Relations of vocational pro ... 
grams with surrou,nding 
community. !. !. /_ !. /_ /_ /_ I 
1 2 3 4 5 6 7 
15. Vocational club affiliation /_ /_ !. !. l l l I 
1 2 3 4 5 6 1 
16. A working advisory council /_ /_ /_ /_ (5 /_ /_ I 1 2 3 4 6 7 
17. Reputation of former graduates /_ !. L /_ /_ L /_ I 
1 2 3 4 5 6 7 
18. Attract better ertuden,ts L /_ L L /_ l6 l 1 I 1 2 3 4 5 
19. Adequate equipment and 
!. L !. L !. !. I materials for training !. 6 1 2 3 4 5 7 
STUDENT-ORIENTED INFLUENCES: 
20. Attitude of student towar~ 
job int~rview /_ l !. !. !. L !. I 
1 2 3 4 5 6 7 
21. Social status of student /_ !. L /_ /_ /_ 6 l I 1 2 3 4 5 7 
22. Personal grooming and good 
health of graduate /_ !. L /_ L /_ 6 !. I 1 2 3 4 5 7 
23. Adequate skill /_ l L !. l !. 6 /_ I 1 2 3 4· 5 7 
24. Availability of student 
references L /_ !. L /_ l6 /_ I 1 2 3 4 5 7 
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25. Getting a.lo~ with 01,1stome;r,s 
and fellow wo;rkers L .I /.. I L l6 i I l 2 3 4 5 7 
26. Good relations with 
employers I. I /.. ! ' /.. !6 I I l 2 3 4 5 7 
27. Studep.t' s att:i.t\lde, w;i..lling-
nE:)$19 to work, :i,.ni tiati ve, 
sincerity, depenQ,abil;i.. t;y, 
,_ 
ooope:ratio:n., poise and 
self control (1 ~2 L ,! I. !6 I I .J 4 5 7 
28 • .Aptitude and work e;ig;ierience L / L3 / I I I I .. 1 2 4 5 6 7 
29. Financial need 
LlL2 L .L I. ! ! I 3 4 5 6 7 
30. Personal a:q,d :famil;y 
obl:i.gat:i,.ons i I I !. I.. !. ! I 
1 2 3 4 5 6 7 
31. A"\:lili ty to relate t:va~ni:ng to 
actual job requirements /.. ! /3 ! I ! i I 1 2 4 5 6 7 
32. Adequate compensation I i !.. /.. i /6 I I J, 2 3 4 5 7 
33. Reasonable goall;'l ~d desires i L I. i /.. I !. I 
1 2 3 4 5 6 7 
34. Desire to travel or l'l,Pt 1;9 
travel long di;;;.r\la.noes to wo:rk lii2 1.3 / 4 I I i I 5 6 7 
35. Ability to communicate I /.. I.. L I I I I 
1 2 3 4 5 '6 7 
36. Practical education L I. !.. I.. I.. I.. I I 
l 2 3 4 5 6 7 
37. Enjoys presti~e of aGoeptanoe 
by adults I 11 ( 2 I.. I I /6 I I 3 4 5 7 
38. High maturity quotient 
/1/2 I I. I 16 ' I I 3 4 5 7 
39. Success at training 1:1tation i ... i L !.. I !6 I I 1 2 3 4 5 7 
40. Permanency o:f employee I t L I I I I I 
1 2 3 4 5 6 7 
41. Advancement oppo:rtunitiee in 
occupation or reh.ted occupation I .l I i I I I I ' p 4 \ 5 1 2 3 4 6 7 
43, Know:j.~ h9w to opruiu~t ~ 
. s~coeseful job~h~nti~ 
oampe.ign 
4.5. Relationf!!hi;p of sohoo;t. w:i,.tb. 
,mplo;re:i:-s 
46, Mor, a.ccep,t;a.oie vaca.ttqni;i,l . 
progr~a th~ i~ t~e p~st 
47. Mo~e vooatiop.a,1;1.¥ o~;en~ed 
admi~i~~r•t:i.on.~ -
49. Good parent~l ~ttitude 
50. Mobility 
52. Av~ila~ility ~f jqbs ;~ 
tne oomnnmi t:r 
53. Socht".;I. a.tti trµde tow.,:r~ er 
gi van :fiel.li 
EMP~Ollim'S l:N',FLUENCE; 
56, Possible employer, :i.:1iterNted. 
in rout~ development 
l r'L 2 • /,,3 ,/,. 4 i ~ 5 t. 6 L 7 I 
'r'·rl3 L4 /5L6 11 I 
L rl1"l1,l4 ls. 16 11 1 
L ..i.'2· '"·:i"t4 t5 16 11 I 
( i l,*2· ln 3 .t 4 t. s L 6 tr I 
( "i'"'· 2 1 ( 3 ( 4 / 5 / 6 / 7 / 
11f"'2 ,1«3 t.4./; Lg 11 1 
l l L t L I L I 
m 1 14 ~;;; 3'4 5 6 7 
L,41' t 2 ~ 3 L 4' t.s I. 6 I 1 1 
L'i.i"2*L3 1..4 1"5 1i '1 1 
l. t.L 2 · 43' L. 4 L 5 1 6 t 1 1 
1142" 13 L.4 /5.L.6 /7 1 
55 
57· Employe~ 4eJ~re to J;i.a.v~ 
p~oduQt b.e. ":ri!S'ht" ' /., /,. !... L L L I 
4 'r "2' 3·'' :4 705 6 I 7 1 
58. Tteti:ng.Oivil ~e~vioi, Me~it 
l3o~rti, St@.te Em~lo;yment ee~vi~e (T ,L., , (. , , L L ( 5 L 7 I . ~ 3 4 5 
59· Knowleg.ge of pr9e:ra..m t /... 4 L L L L I ~T 0 2 3· 456 *1 
60. FeQdbaQk of em~l<:>re;r;-es · ( i, L L /... L ( I 
941 '> 2' 1 34 4'5 g 7 
61. Room ~i t~;i..n pb.ce of tm~l.qJ"" 
·rnent tor a tun ... ti!1'e emplQr~e · t L · L L L L L I 
v 'i"" ''2 *00;3· 4 ·, 5 .\6 7 
62. El'l'lplo;ye::-' s 1;1.,edi, a.no 
r~quirerne;mtlll- L l I.. L L /. L I 
==i4+nc~ I 3 4: '50 *7 
64. Counsei:i.l'lg of PirOs;p,9t;;!.ve · 
em:pl,oyer.s · .ij.bowti :p;,Qg~a.ll'l ~d --..·· · 




This :\.~ t:P,e la_i,t atep to oom~lfilte you;r pa:;rt.ioi]?atitl8 in the survey 
us;i.~ tbe neiph~ 'l'eollniqu.e, 
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The f•oti:>rs wb~c1'l 10,u. ~eleeteli a.re ranked acoordi~ to importance. 
Jf 10~ have~ r,aeon to ~iee,gr,e with th~ .ra;nk of a.rzy items, would 
yo~ ple•te ohana-e th~ r~ a~ i~d~cated, Wr;i.t~ the r~ number and 
the jul!rhfica.tion ia.i to wb;r ;you :feel tr.i.i1;1 :f'aotor should reoei ve a 
lower ~r higher ~~rki~, 




CORlij!.lSPO;l'l'DENCE S:HEEI' NO. 3 
(TO BE ENCLOSED IN RETURN MAIL) 
Below a:re the fact.orl;l which you and others ranked in respect to 
their "importanct:;1'' for establisl;li:ng chara9teristic1S that influence the 
pl.ac-ement of vocat·:i;onal eduoi;ition grap.uatea. Since each factoJ- was 
ranked o~r a 7 ... point 09ntiri.µum ranging fr-om important (1) to least im-
portant·(?), tti.oae factora with 1;ower3t group averages are considered as 
most iffl1Tortant andappearf;i.rst in the rank order. 
EJ!;a.mine these ranked factors, and if you feel that they should be 
pb,ced. signif:j,qantly ~}:&}1er or lower, 1.+f;le the space provided at the end 
of Correspondence Sheet No. 3 to indicate which factors and your justi-
















I-nd-u.istrious vocatJon11l teacher 
Oetting along with CU:stome:rs .µid fellow workers 
Good relations with employers 
Stud~nt's a.tt:i:l.'1].de, will,ipgneee to work, initiative 
sincerity, dependal:>ility, cooperation, poise, and 
self Qontrol 
Availability of jobs in oommunitr 
Counseling of prospective ,employers about program 
and full explanation of the program 
Full ... backing of acl.rninistration 
Possible employers ~nterest in youth department 
(Jood coordinat:\.on 
Adequate training stations 
Employer's needE;; and. requirements 
:J,iore vocationally orien,tec,i administrations 
~t~itude of student toward job interview 

















































Relationship of school with employers 
Personal grooming and good health of graduate 
Ability to commtl.nioate 
Success at training station 
Adequate equipment and materials for training 
Ability to relate training to actual job 
requirements 
.Adequate skill 
More acceptable vocational programs than in the 
past 
Close contact with employers 
Knowledge of program 
Adequately funded program 
Knowing how to conduct a successful job-hunting 
campaign 
Adequacy of transportation 
Practical education 
Attract better studen~s 
Reasonable goals and desires 
Permanency of employee 
Advancement opportunities in occupation or related 
occupation 
Good relations with administration 
Sel~ction of student 
Employer desires to have product to "right" 
Leadership development by student 
Word-of-mouth advertising about all programs 
Reputation of former graduates 
Vocational club affiliation 
Room within place of employment for a full-time 
employee · 
Aptitude and work experience 
High maturity quotient 
Relations of vocational programs with surrounding 
community 





















































Working with counselors 
Enjoys prestige of acceptance by adults 
Adequate compensation 
Mobility 
Good reference material 
Availability of student references 
Societal attitude toward a given field 
Revised curriculum (less state material) 
A working advisory council 
Testing Civil Service Merit Board, State 
Employment Service 
More time allotted for visiting possible e~ployers 
during school hours 
Distributive Education ourri,culum ·guide 
Desire to travel or not to travel long distances 
to work 
Personal and family obligat'ions 
Social status of student 
Financial need 
Glamour of t~e occupation 
Social status of parent 
Change to Rank No. 























The following cooperative vocational education teachers partici-
pated in this study. 
Midwest City High School 
Mr. L.A. Shepherd 
Mrs. Pell Harrison 
Mrs. Anne Roberts 
Del City High School 
Mrs. Julia McPheeters 
Mrs. Audrey Moon 
Mr. w. L. Hawkins 
Mr. Vincent Orza 
Carl Albert High School 
Mr. Dolph Shults 
Kiamichi Area Vocational-Technical School 
Mr. Philip McGehee 
Mr. Selbert Norbury 
McAlister High School 
Miss Pauline Palmer 
Mr. Arla Cole 
Oklahoma School for the Blind 
Mr. David Scheihi:ng 
Mr. Phil Porter 
Muskogee High School 
Miss Jackie Chain 
Classen High School 
Mrs. Loy Riggs 
Mr. Phil Owens 
John Marshall High School 
Mrs. Louise Hill 
Mr. Claud Fite 
U. s. Grant High School 
Mrs. Anne Condren 
Mr. Al Fuller 
Mr. Norman Park 
Mr. Charles Clark 
Douglas High School 
Mrs. Juanita McDaniels 
· Mrs. Pamela Woods 
Mrs. Zelma Love 
Guthrie High School 
Mrs. Florine Smith 
Mr. Frank Nelson 
Mr. a. L. Evans 
Crescent High School 
Mr. James Moore 
Ponca City High School 
Mr. Max Logan 
Mr. Richard McNeil 
Blackwell High School 
Mr. Kenneth Webster 
Vinita High School 
Mr. Fred Wichert 
Holdenville High School 
Miss Janice Scott 
Ms. Ruth Ma.gar 
Buffalo High School 
Mr. William Reding 
Taft Moton High School 
Mr. Lawrence Roberts 
Mr. Bill Davis 
Mrs. Captoria Aldridge 
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